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ABSTRACT 
 
Erica Virginia Brierley: Sexual Harassment 
Whistleblowing in the Uganda Health Workforce 
(Under the direction of Karine Dubé) 
 
This paper serves as a detailed review of sexual harassment and whistleblowing behaviors 
to summarize the challenges of addressing sexual harassment in the Uganda health workforce. 
The whistleblowing pathway is a complex process with four main decision-making steps: 
wrongful act, cost-benefit analysis of taking action, choice of reporting system, and reaction to 
outcomes. Intangible and structural reasons to or not to whistleblow are composed of individual, 
organizational, stimulus, and cultural factors. These are considered at each step of the decision-
making process. The negative effects of intimidation and possible retaliation are heightened by 
the sensitive, and even taboo, nature of sexual harassment in Ugandan society. The conceptual 
understanding and interpretation of what constitutes sexual harassment, as well as how it is 
addressed in policies plays a major role in whistleblowing efforts. Clearer definitions, 
standardized sanction recommendations can help support and improve sexual harassment 
conditions and whistleblowing behaviors in Uganda’s healthcare workforce.  
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CHAPTER 1. INTRODUCTION 
 
Section 1.1: A Universal Public Health Problem 
Sexual harassment in the workplace has always been globally pervasive. Health workers are 
particularly susceptible to sexual harassment. In recent reports of sexual harassment experienced 
by nurses, it ranges from 7% in Rwanda to 91% in Israel (Newman et al., 2017). These numbers 
are more than likely underestimated, as sexual harassment is underreported (Maass et al., 2013). 
Sexual harassment has a high impact on public health as it can result in trauma that has short-term 
and long-term health impacts of the victims, both mentally and physically. Trauma from 
harassment can result in increased stress, anxiety, depression, and in some cases, post-traumatic 
stress disorder or suicide. It can also result in unsafe abortions of unwanted pregnancies and 
sexually transmitted infections (Newman et al., 2017). In the workforce, sexual harassment has 
professional and economic consequences on the victim, such as punishment and retaliation by a 
supervisor. This can include negative reviews of the victim’s job performance, punitive transfers 
to other locations or departments, demotion, and delayed or missed salaries.  
This significantly erodes and costs a victim’s opportunities for career and financial growth, 
which can perpetuate the need for a victim to stay in the harassing and toxic work environment 
longer. It can also present challenges in the victim’s personal life, such as the quality of life in the 
home and family growth. Sexual harassment also can negatively affect work productivity, quality, 
office morale, and team relationships. This has consequences on the victim and team 
performance, but also the quality of service and other outputs that the organization produces. 
When those services and outputs are related to healthcare services, it has a ripple effect on the 
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greater public’s health; which makes sexual harassment in the health workforce a particularly 
important concern for the general public and policymakers who have a responsibility to the 
general public.  
 
Section 1.2: Speaking Out 
Over the past decade, largely due to the internet and social media, there has been a surge in 
women reporting and speaking up about sexual harassment in the workplace (XYonline, 2018). 
The American #MeToo and the French #BalanceTonPorc movements have fueled a new 
discussion and debate about how to not only prevent, but also encourage the reporting of sexual 
harassment before it grows. This early identification may help prevent sexual harassment from 
impacting nurses’ livelihoods, mental and physical safety, and the quality of health-care they 
provide. In any country, tackling sexual harassment and encouraging the reporting of impropriety, 
also known as whistleblowing, will encounter societal and cultural norms informing what 
behavior is wrongful or persecution-worthy; organizational tolerance impacting the enforcement 
of employment sexual harassment acts and regulations; stimulus factors such as frequency and 
severity of harassment; and individual perception of the accessibility, support, and risk of 
whistleblowing.  
Since sexual behavior and sexual violation of any kind is often taboo, it can make facing re-
victimization and sharing the details of the harassment particularly challenging. A sexual 
harassment victim and a potential whistleblower will confront not only trauma, embarrassment, 
or shame that might have resulted from the harassment; but he or she will also face possible 
retaliation and social ostracization. There are four steps in the whistleblowing pathway that 
require the decision of the victim to consider these factors and conduct a cost-benefit analysis. 
There is first, determining that the act is wrongful; conducting a cost-benefit analysis if action is 
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to be taken; choosing the reporting system; and reacting to the outcomes. At each step the victim 
will decide his or her path including possible decisions to: not take action by coping or leaving 
the job; pursuing action by whistleblowing; and whether or not to continue whistleblowing 
despite obstacles or disappointments with the whistleblowing outcomes.  
While the establishment of whistleblowing protection and sexual impropriety policies are 
growing in number across the globe, as of 2016, 1 in 3 countries do not have any workplace-
specific regulations targeting sexual harassment (WPAC, 2018). That estimates 424 million 
working-age women without specific regulation protecting them from sexual harassment in the 
workplace (Heymann & Vogelstein, 2017). For countries that have legal protections against 
sexual harassment in the workplace, many of the systems and policies already in place often have 
space to expand and improve to be truly effective. Clear policy, whistleblowing pathway systems, 
and designated sanctions are repeatedly listed in the literature to create a safer, more productive 
work environment (Pina & Gannon 2012; McDonald et al. 2015; Slain, 2007). 
 
Section 1.3: Uganda & Its Actors 
Why Uganda  
Sexual harassment occurs all over the world and therefore, this paper’s approach could be 
applied to just about any country, in any work sector. However, thorough investigation and study 
needs to start somewhere. Conducting a literature review and being able to make some form of 
contribution requires enough information and resources around the topic, as well as stakeholder 
buy-in. Published in 2017, Report on the Ministry of Health Sexual Harassment Formative 
Assessment in Uganda’s Public Health Sector provides survey data, qualitative narratives, and 
astonishing detail around the prevalence and the attitudes around sexual harassment in the 
Uganda health sector.  A part of this report included the 2012 survey results that showed 1 in 
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every 3 health-sector employees surveyed reported of having experienced sexual harassment that 
involved a supervisor or manager (Newman et al., 2017).  
Besides the overwhelming prevalence of sexual harassment in the health workforce, 
Uganda Ministry of Health shows promise of active engagement of key public health leadership. 
The Uganda Ministry of Health’s involvement and willingness to collaborate with outside 
organizations, such as IntraHealth International, who is an international organization with the 
mission is to improve the performance of health workers and strengthen the systems in which 
they work, provides such evidence. This kind key stakeholder buy-in from the Ministry of Health 
is essential to make the necessary changes for the sexual harassment protections and 
whistleblowing system to be more effective. Uganda’s Ministry of Health and IntraHealth 
International, together, recognizes the need to conduct research, revitalize the whistleblowing 
system, and establish a reporting pathway so that a crucially important labor division: the health 
workers in Uganda, are better protected. These two entities’ engagement was the avenue in 
which I was introduced to sexual harassment in the health workplace. This has made studying 
sexual harassment and whistleblowing systems in Uganda particularly important to me, 
influencing the focus of this paper. 
 
Section 1.4: Moving Forward 
This paper will explore the literature around sexual harassment and whistleblowing before 
taking a closer look at Uganda’s sexual harassment and whistleblowing policies and practices. By 
having a strong background in sexual harassment and the process of whistleblower, it will better 
highlight the complexities, safety concerns, and challenges that surround this issue and why it is 
so important.  
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This will help provide readers an understanding as to why the meticulous identification of 
details in the policies, practices, and recommendations play such an important role in the 
effectiveness, security, and enforcement of the sexual harassment whistleblowing process. It will 
be through the discussion of sexual harassment, the whistleblowing system, and their policies that 
will help inform policy recommendations for the Ugandan Ministry of Health. 
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CHAPTER 2. SEXUAL HARASSMENT 
“...the manifestation of any form of unwelcome verbal, non-verbal or physical 
conduct of a sexual nature, with the purpose or effect of violating the dignity of a 
person and by creating an intimidating, hostile, degrading, humiliating or 
offensive environment.” (Bonn & Schmitt, 2017). 
 
In order to effectively address sexual harassment in the workplace, it is important to 
understand the derivative of sexual harassment and why is it such a multi-cultural phenomenon. 
Although sexual harassment is also experienced by men, it is less prominent in this population. 
According to a study done in the United States in 2000, 13-31% of men experience sexual 
harassment at the workplace and 40-75% of women experience it (Willness et al., 2007). That 
means that at its highest women experience harassment nearly 2.5 to 6 times more than men. 
This can be seen again in 2011 where only 16% of all sexual harassment reports filed in the 
United States were from men, leaving the overwhelming majority of women experiencing and 
reporting sexual harassment claims (Maass et al., 2013). This is partly because when women 
suffer sexual harassment, it is founded in a systemic discrimination and power-dynamic struggle 
(Uggen & Blackstone, 2004).  
Gender violence, discrimination, and sexual impropriety are routed in the conscious or 
subconscious belief, passed on through generations, that men are superior to women (Uggen & 
Blackstone, 2004). This has fed societal norms of gender roles and what kinds of power and 
influence women and girls have versus what men control (Winardi, 2013). In many cases, sexual 
harassment is used, consciously or subconsciously, as a punishment for gender role violators 
(Berdahl as cited by O’Leary-Kelly et al. 2009; Baugh 1997). It is also why even female 
superiors experience sexual harassment from male subordinate employees. This was seen in the 
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reports featured in the formative assessment, where a participant describes laboratory assistant’s 
excessive and suggestive compliments towards senior women nursing officers (Newman et al., 
2017). If a woman has more masculine qualities, is in a position of power or is not in a gender 
conforming role, subordinates can use sexual harassment to “take back control” and protect their 
perceived gender identity (O’Leary-Kelly et al., 2009). DeSouza calls this contra power 
harassment, but it is also referred to as “power-threat” harassment by other authors (as cited in 
Maass et al. 2013; Newman et al., 2017). Sexual harassment and other acts of gender violence 
are rarely about sex, but rather about exerting power and control over someone else.  
Scholars and advocates have designed a diagram, called The Power and Control Wheel 
(See Appendix Figure 1), to demonstrate some of the behaviors that arise, leading from the 
conscious or subconscious belief that men are superior to women (Uggen & Blackstone, 2004). 
The diagram can apply to any number of discrimination types and is modifiable to include 
community specific components. It can help visualize the tactics with which workplace harassers 
assault victims, which may help guide the design of resource development for victims and the 
identification of whistleblowing obstacles. The most widely used version, the Duluth Model, 
echoes reported experiences from study participants of their experiences with sexual harassment. 
The model describes the exerted actions in categories: coercion and threats, intimidation, 
economic abuse, emotional abuse, isolation, male privilege, children, physical violence, 
blaming/gas lighting, minimizing and denying. At its most basic form, sexual harassment is 
defined as “[an] uninvited and unwelcome verbal or physical behavior of a sexual nature 
especially by a person in authority toward a subordinate (such as an employee or student)” 
(Merriam-Webster, 2018). It is categorized into two different kinds, quid pro quo and hostile 
work environment, also respectively referred to as felonious and non-felonious forms of 
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harassment (Lee et al., 2004), both of which are experienced by Ugandan health workers 
(Newman et al., 2017). 
The basic definition of sexual harassment best describes quid pro quo or “this-for-that” in 
Latin because this type of harassment directly involves the power-dynamic or “a person in 
authority toward a subordinate” to which the definition refers (Bonn & Schmitt 2017). An 
enactor of quid pro quo harassment exploits the employee, most commonly a subordinate, to 
agree to sexual acts or sexual favors as one of, if not the only way of being hired, receiving a 
raise, or avoiding reprimands or retaliation. Quid pro quo is a form of sexual assault, and 
sometimes even rape, according to the US National Sexual Assault Telephone Hotline, Rape, 
and Abuse & Incest National Network (RAINN). RAINN states that not all assaults are 
physically forced (2018). The methods used in sexual assault and quid pro quo types of 
harassment reflect Duluth’s Power and Control Wheel: coercion, threats to harm a victim or his 
or her family, emotional abuse, psychological force, or manipulation (See Appendix Figure 1). 
The fact that the victim is most often lower in rank and paid less is an important factor according 
to Skiveness & Trygstad, in reporting and ultimately ceasing the sexual harassment (2010).  
 
Section 2.1: Sextortion 
Workplace misconduct like sexual harassment is not often single case incidents. Sextortion 
is a concept described by the International Association of Women Judges (IAWJ) as the use of 
power to obtain sexual benefits or advantages (IAWJ, 2012). It is closely tied with quid pro quo 
sexual harassment and in many cases, is one and the same. Sextortion consists of two 
components: sexual harassment and corruption. Sextortion is a type of coercion which functions 
similarly to fraud or a financial bribe. Instead of money or goods, sexual demands are the 
“currency” for this kind of corruption. Although sextortion occurs globally, just as both sexual 
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harassment forms do, certain countries and industries are particularly susceptible (IAWJ, 2012). 
The IAWJ of Tanzania designed and published a tool kit called “Stopping the Abuse of Power 
for Purposes of Sexual Exploitation: Naming, Shaming, and Ending Sextortion” (TAWJA, 
2012). Tanzania is one of the few countries that actively uses this term in their efforts to address 
the Millennium Development Goal 3 (MDG 3). MDG3 is one of eight measurable goals for 
2015 that were identified by the United Nations in effort to improve the lives of the world’s 
poorest people (MDGF, 2015). MDG3 is defined as “Eliminate gender disparity in primary and 
secondary education, preferably by 2005, and in all levels of education no later than 2015”. The 
efforts sought by IAWJ of Tanzania still are relevant. Since 2015, the targeted goals for 2030 
have grown to seventeen goals and are now called the Sustainable Development Goals (UNDP, 
2018).  Sustainable Development Goal 5 is an expanded version of MDG3, which includes 
eliminating all forms of discrimination against women and girls. This includes improving job 
access and discrimination, increasing economic resources, conquering sexual violence and 
exploitation, increasing participation in public office, as well as building upon MDG3’s 
foundation of education access (UNDP, 2018).  
Most sextortion is committed by men and targets women, a reflection of the persistency of 
sexual harassment as a systemic problem. Using the term sextortion and detailing its relationship 
with corruption can help propel a conversation between stakeholders and governing bodies and, 
hopefully, evoke change. However, to do that effectively, hostile work environments, the most 
ignored and arguably the most common form of sexual harassment in the workplace needs to be 
addressed to prevent more egregious and felonious impropriety. The International Association of 
Lawyers offers this definition, used at the beginning of this chapter, which embodies the essence 
of both forms of sexual harassment as a whole:  
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“...the manifestation of any form of unwelcome verbal, non-verbal or 
physical conduct of a sexual nature, with the purpose or effect of 
violating the dignity of a person and by creating an intimidating, 
hostile, degrading, humiliating or offensive environment”  
(Bonn & Schmitt 2017). 
This sexual harassment definition includes not only the violation of a person, but also the quality 
of the environment in which the victim is surrounded. 
Baugh suggests that the definition and understanding of sexual harassment is diverse and 
not all-encompassing for some individuals (1997). It is important to ensure that officials and the 
public are aware that harassment can occur through verbal, nonverbal, and physical cues (Maass 
et al., 2013). Hostile work environment situations, although the most pervasive (Pina & Gannon, 
2012), are harder to identify as sexual harassment because these types of harassing behaviors may 
not seem threatening to an external eye. Instead, seemingly minor intrusions against the victim 
(from an outsider’s perspective) are in reality: frequent, uninvited, and pervasive (Miller, 2014). 
This is the kind of sexual harassment that tends to be more prevalent from co-workers and 
subordinates, since they are not in a position of power to leverage sextortion or threaten job 
security like a supervisor can (Pina & Gannon, 2012). The harassing behaviors can complicate a 
victim’s job if the harassment takes place in a work setting, and has the potential to escalate. 
While the impropriety may not escalate, it can impose a serious mental and emotional burden on 
the victim. Harassment is not only about sexual gain for the perpetrator; it is obtaining and 
maintaining control over the victim. A constant state of fear of possible escalation is enough 
action needed for the harasser to manipulate and exert control over the victim. In a situation at 
work, the authority and opinion of the supervisor or manager will have a substantial influence in 
the strength of the hostile work environment, harassment manipulation, and negative impact on 
the victim. Skiveness & Trygstad note that serious sexual harassment improvements are not likely 
to be made if hostile work environment harassment is still present (2010). If the Power and 
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Control Wheel is broken down, the aspects of both sexual harassment types fit into each category 
of the wheel: coercion and threats, intimidation, emotional abuse, isolation, economic abuse, male 
privilege, using children against victim or as a tool to threaten, and minimizing, denying, and 
blaming (See Appendix Figure 1). 
From surveys, reports, and interviews, there is evidence of coercion such as through 
excessive bothering or requests or enticing compliance with the promise of being hired, receiving 
a raise, or not having to work certain shifts (Newman et al. 2017; Pina & Gannon 2012). The 
harasser’s effort to make the victim complacent can be more sinister. He or she may threaten to 
withhold pay, to fire or relocate, to assign unachievable work and to evaluate it unfairly, or to 
harm the victim’s reputation, family or physical safety. Words and verbal threats are not always 
needed to create fear and intimidation. The presence of male privilege, which also encompasses 
“supervisory privilege”, as adapted by Patricia G. Barnes JD, contributes to sexual harassment 
because it can justify victims being treated like a servant, left without resources, excluded from 
consulting in big decisions, as well as be fired without objection (Barnes 2012). A supervisor’s 
position of power alone in the organization or in the society can be a form of intimidation. 
Research and interviews with nurses show that harassers use previous acts of violence or 
punishment, blackmail, physical stature, social status, stalking (or having the employee stalked) 
as a means of appearing powerful and obtaining cooperation or silence (Newman et al.; Willness 
et al. 2007). It can also be used as retaliation for refusing or resisting. Other actions can include 
economic abuse where the harasser actually withholds pay, denies raises, or has an employee 
relocated or fired (Willness et al. 2007). Women may be coerced when the harasser uses a nurse’s 
children, and her need of a job to provide for them. Incentives or punishments can influence what 
a victim believes are his or her options. This can create a major symptom described by the Power 
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and Control Wheel, isolation. If an employee is relocated, put on undesirable shifts, or has rumors 
spread which affect professional or familiar relationships, the employee can become isolated. 
This can have damaging effects on the victim’s well-being and access to essential resources 
which could otherwise be used to stop or escape the harassment and unsafe work environment. 
The difficulty with the behaviors listed in the Power and Control Wheel is its challenge to 
show evidence and provide proof. In most legal systems, the policy is “innocent until proven 
guilty”; this is also known as burden of proof (OECD, 2011; Devine, 2016). The victim, in the 
case of reporting the incident, is responsible to provide the evidence of the sexual harassment to 
prove his or her case. Devine ranked 31 countries’ whistleblowing legislation based on the 
criteria of six peer-reviewed best practice standards. Using a scale from 1 to 3, Uganda scored a 
3, categorized as “not covered in the whistleblower law, too vague to be meaningful, or the 
relevant provision was counterproductive” in the category of burden of proof (2016). Without 
hard evidence, victim-blaming, minimizing, and denying are likely to occur if a confrontation 
arises. In fact, many female nurses reported victim-blaming from the harassers, who claimed that 
the harassment was predicated on how she looked or what she wore to provoke the harassment 
against her. This could be due to strict dress-codes for women and what is considered “indecent”. 
It is often believed that it is just “natural” and normalized for men to be tempted by inappropriate 
conduct (Newman et al. 2017).  
The claim may be ignored or denied all together as a form of gas lighting. Gas lighting is a 
form of emotional abuse which can involve the perpetrator pretending not to understand the 
complaint (also known as withholding), countering, blocking or diverting, trivializing (also 
known as minimizing), and “forgetting” or denying the behavior (NDVH 2018). The perpetrator 
uses these techniques to manipulate the victim into distrusting his or her own memory, instincts, 
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and sanity. In the setting of sexual harassment, gas lighting is used to convince the victim and 
others that the impropriety is not real or that the impropriety should not be qualified as sexual 
harassment. Certain harassing behaviors may not be viewed as harassment by superiors or co-
workers because friendliness can be misread or mislabeled as sexual interest or flirtatiousness. In 
this case, a harasser may see themselves as responding to the misperceived “flirtatiousness” of 
their female counterparts rather than seeing their actions as harassment (Baugh, 1997). This can 
be further demonstrated by powerful individuals who may not consider power-dynamics or take 
the time to consider a subordinate’s perspective on the harassing language or actions. 
The Baugh article describes people’s bias to act from the point of their perspective, which 
can create a context of different “realities” (Baugh, 1997). This is particularly true for one type of 
sexual harassment, hostile work environment, because claims of less severe impropriety can be 
considered insignificant or an invalid complaint. Victims of emotional abuse frequently 
experience denying or non-responsiveness. Examples of emotional abuse include criticizing a 
victim’s quality of work excessively, not giving recognition or taking credit for employee’s work, 
focusing on employee as target of inappropriate comments or name calling, exposing employee to 
indecent images, videos, or locker room talk (Maass et al., 2013). Proof beyond hear-say is 
limited for this kind of behavior, making it difficult for confrontation or prosecution. However, as 
technology and social media grow so does the platform where sexual harassment occurs. This 
category, referred to as written sexual harassment, is increasingly experienced by Uganda health 
employees. Messages could contain “fun or joking” comments that suggested something more 
inappropriate, sent at odd hours of the night, and could contain pornographic images or videos 
without consent (Newman et al., 2017). Newer models of the Power and Control Wheel, such as 
that developed by the Family Violence Prevention Fund, are adopting technology as a category 
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(FVPF, 2009) (See Appendix Figure 2). The benefit to this platform of harassment is that 
messages sent and received through text or social media are documentable, which allows the 
victim to collect evidence of emotional and verbal abuse where it was not easily achievable 
before. 
Studies have found that organizational and workplace environments through displays of 
tolerance, policies and procedures, and implementation of practices addressing sexual 
harassment, have a significant impact on the workers and the community’s perceptions regarding 
what is and is not acceptable behavior (Maass et al. 2013; O’Leary-Kelly et al. 2009; Pina & 
Gannon, 2012; Willness et al. 2007). For impropriety to occur and for supervisors to not 
recognize the legitimacy of the complaint, the long-lived conscious and subconscious belief that 
men are superior to women is most likely present (Uggen & Blackstone, 2004). This can suppress 
society’s view that the impropriety is unacceptable, and it can impact the number of bystanders, 
partakers, and ultimately, sexual harassment whistleblowers that there are in the workplace. More 
actions are being taken to validate the concerns and accusations that are coming forward and to 
protect those who whistleblow. However, without a successful reporting and accountability 
system, those progressive reforms will only be so effective. 
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CHAPTER 3. WHISTLEBLOWING 
 “...the action of an employee who brings wrongdoing by an employer or other 
employees to the attention of a government or law enforcement agency and who is 
commonly vested by statute with rights and remedies for retaliation” (Merriam-
Webster). 
 
When someone is experiencing any elements of the Power and Control Wheel, there is a 
desire for the action to stop. That can be accomplished in several ways, including a person 
leaving the job to avoid sexual harassment or reporting the behavior to someone in a position of 
power within the organization: also known as whistleblowing (Newman et al., 2017). Both 
actions have multiple steps to reach those decisions, for which scholars have designed several 
models to help illustrate the different phases. Three such models are The Social Information 
Processing Model of Whistleblowing Decisions (Gundlach et al., 2003) (See Appendix Figure 
3), A Model of Responses to Wrongdoing (McLain & Keenan, 1992) (See Appendix Figure 4), 
and the Whistleblowing Model (Miceli et al., 2008) (See Appendix Figure 5). While Miceli et 
al.’s Whistleblowing Model (2008), Appendix Figure 5, is the most widely used in 
whistleblowing literature; each model builds upon the others. As a result, the three can be 
reworked simultaneously to provide, although complex, the most complete picture of the 
whistleblowing decision making process. The models are generally broken down into three 
phases with various steps in between: the wrongful act, actions possible, and decision to whistle-
blow or not.  
 
Section 3.1: Wrongful Act 
The first step is the ‘wrongful act’, wherein the victim determines an action’s wrongfulness 
(Lee et al. 2004), seriousness, and the motivation present to correct it (McLain Keenan, 1992). To 
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identify an action as wrongful is highly subjective (as cited in Skiveness & Trygstad 2010). 
McLain & Keenan states that during this period of judgment individual differences, structural 
influences, and the reward system will influence the potential whistleblower’s awareness of the 
issue and judgment of its wrongfulness (1992). The victim may consider factors such as whether 
the action is occurring in or outside the organization, stable or not in the form of predictability, 
controllable or not by the victim (Winardi, 2013), and whether the action seems unintentional 
(Gundlach et al. 2003). The decision will be fed by cultural and societal norms of what is 
acceptable. Pina & Gannon remark on the phenomenon that where more traditional gender roles 
are adopted by a person or by a community, more forms of sexual harassment or similar gender-
based violence behaviors are accepted and normalized (2012). This perspective and the views of 
outside observers play an important role in the decision-making process of whether an act is 
wrongful and whether whistleblowing is warranted (Loeb & Cory, 1989). This can influence the 
victim’s own perception of wrongdoing and the need to report or to stop the behavior, and 
whether there is justification in doing so.  
The harasser and the victim are likely to view the behavior from very different perspectives 
(Uggen & Blackstone, 2004). Studies on college campuses found that females were more likely 
to rate behaviors such as “hostile environment” a form of harassment, than were their male 
counterparts. Points of view and perceptions of what is harassment start to merge closer together 
between males and females in more severe cases, such as “quid pro quo” harassment (Baugh 
1997; Newman et al., 2017). This shows a divide in the definition and the understanding of 
harassment, which may contribute to victim-blaming and why perpetrators are most commonly 
male. Baugh states that since women are more likely to experience sexual harassment, they react 
and respond to the impropriety more often than men (1997). This has created an image that 
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women are more “sensitive”, embodying the minimizing category of the Power and Control 
Wheel. However, as a result, this image of women, and victims, has influenced policy, behavior, 
and reporting around sexual harassment (Baugh, 1997). Consequently, the accessibility of 
reporting without facing skepticism or non-responsiveness may seem impossible to the victim, 
leading to inaction.  
Within this first judgment phase the potential whistleblower determines the focus of 
response (victim versus harasser) (O’Leary-Kelly et al., 2009). This is also described as 
determining who is responsible in stopping the behavior, if it is to be stopped (Lee et al., 2004). 
The victim’s perception of the seriousness of the wrongdoing and his or her own attitude towards 
the act of whistleblowing, whether that it is an unfruitful cause, undesirable “snitching”, or the 
most appropriate course of action, will outline and guide the individual options and final decision 
to take action or not against the sexual harassment (Gernon, 1993; Winardi, 2013). Based on this, 
the victim will determine if no action should be taken, the victim should act, or the supervisor 
and/or organization are responsible to take action. From there, O’Leary-Kelly et al. states that the 
victim will designate the mode of response. The victim may react in any of the following ways: 
avoidance or denial of the wrongdoing, social coping such as by discussing the behavior with 
friends, confronting the source, negotiating for the behavior to stop, or advocacy seeking by 
whistleblowing (2009).  
 
Section 3.2: No Action Taken: Intangible & Structural Reasons 
Intangible Reasons 
While the focal activity may be determined as wrongful, it may not be palpable that there 
are options, reasonable for the victim, to address the problem. In the circumstance of a victim 
taking no action, he or she decides not to confront the harasser or the organization about the 
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impropriety. In surveys and interviews completed by female Ugandan nurses in the Ministry of 
Health’s formative assessment, majority (57.6%) participants chose to endure the inappropriate 
treatment through coping and/or by promptly leaving the job when the impropriety was no longer 
bearable. Again 57.6% of victims chose not to whistle-blow (Newman et al., 2017; Willness et al. 
2007). Job withdrawal, whether through quitting, retiring, or choosing to be laid off, is a common 
practice amongst many sexual harassment victims (Willness et al. 2007). In some cases the victim 
chooses to cope with and endure the impropriety. This can be driven by a desire to keep the status 
quo (Pina & Gannon, 2012), financial needs (Willness et al. 2007), believing in the organization’s 
mission (Edwards, 2018), or accepting sexual harassment as a part of their job (Pina & Gannon, 
2012). According to the U.S. Merit Systems Protection Board survey cited by Pina & Gannon, 
50% of survey respondents, victims of sexual harassment, did not think that their claims were 
serious enough to report (2012). 
It is well documented that sexually coerced and sexually assaulted victims experience 
embarrassment, vulnerability, and shame after the incident occurs. Depending on the severity of 
sexual harassment or sextortion and on the victim’s own personal nature, processing time may 
vary and can take years. As a survivor, the desirability to admit an assault occurred or share the 
event and its details with themselves or those close to them is a daunting task, not to mention 
sharing such trauma with a supervisor or reporting board. Some women do not want to and will 
not admit the harassment or sexual impropriety occurred to them, even if they could benefit from 
filing a report or talking to someone (Pina & Gannon, 2012). The issue’s sensitivity is one reason 
that confidentiality is essential in the whistleblowing system; however, it is not always 
guaranteed.  
19 
 
Victims can experience social stigma for just being victims, not even including being a 
whistleblower. In some cultures, a woman who has participated in a sexual activity (especially 
outside of marriage), willingly or not, is shunned in the society. This limits the victim’s 
opportunities for work, social status, and marriage prospects. Although, Lee et al. also found that 
married women were less likely to experience either type of sexual harassment, it still occurs 
(2004) (Newman et al., 2017). One female reported working in a lab when an older man 
expressed his interest in her. Even after she told him that she was married, the participant stated, 
“He was ever on my neck and yet he is even an old man” (Newman et al., 2017). That study 
participant did not share her experiences at the lab with sexual harassment until she left. For those 
married who are victims, the social stigma can be equally threatening. An Agenda for 
Community Development (Afcode) study done in Pallisa and Kisoro districts of Uganda on 
sexual violence experienced by women and girls in the school setting found that in cases of post-
defilement, rape, or indecent assault, married women particularly did not receive support from the 
community or from their husbands (2009). It was stated that the husband and the community 
would often further humiliate the victim, and in some cases, the victim would have to relocate to 
escape the humiliation (Afcode, 2009). If the victim of sexual harassment (quid pro quo or hostile 
work environment) is familiar with these stigmas and maltreatment, or has ever participated in 
shaming another member of the community for these reasons, the victim may already be aware of 
his or her perceived ability to cope and confront the aftermath of whistleblowing. Due to these 
social pressures, the victim may find it particularly difficult to expose and share the impropriety 
that he or she experienced.  
A potential whistleblower will base his or her decision to take or not take action on these 
personal and social impacts, but also from potential work consequences. In the workforce, health 
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and others, there is a culture of disbelief in the legitimacy of a sexual harassment claim. Every 
victim wants to be believed, especially because sharing details about the incident can re-victimize 
the whistleblower. In some cases, the victim can be viewed as the problem herself or as malicious 
for filing the claim depending on who the accused harasser is (Marrion & Davies, 2015). Having 
a sense of how the supervisor or organization responded to and handled previous reports, theirs or 
colleagues’, can either encourage or deter the victim from whistleblowing, depending on if the 
response was positive or not (Lee et al. 2004). These past interactions will inform the 
productiveness, benefits, or the consequences of coming forward. It develops the perceived norms 
of whistleblowing for that work environment (Winardi 2013). If a victim suspects retaliation, 
whether suggested or directly threatened, for coming forward, it may be a good reason to endure 
the treatment or choose to leave the position.  
 
Structural Reasons 
Structural reasons for not acting can occur because some health workers may not be aware 
that protections and policies are in place against sexual harassment at work and for the protection 
of whistleblowers. Illiteracy, lack of dissemination, shortage of time or resources, and low 
priority, affects the workforce learning about the laws and options available to them. When an 
assessment was conducted in 2015 in collaboration with the Uganda Ministry of Health and 
IntraHealth International, many Ugandan nurses were not aware that there were policies in place 
against sexual harassment, nor were they aware that there are systems and protections if they 
come forward (Newman et al., 2017). For those who are familiar with the laws, they may not 
have a safe way or may not know how to report sexual impropriety when the supervisor to whom 
they would report is the aggressor. According to the formative assessment in Uganda’s public 
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health sector, 24% of Uganda health workers had experienced sexual harassment by a supervisor 
(Newman et al., 2017).  
While there has been some significance found that a whistleblower is more likely to report a 
subordinate or colleague for sexual harassment, a manager or supervisor are the most common 
sexual harassers of female employees in the workplace (Skiveness & Trygstad 2010). This is part 
of the power-dynamic that allows the inappropriate supervisor to have control and exploit the 
health worker’s lower level position. Studies have found that the position of the harasser and the 
position of the victim are considered when the victim is contemplating the action of 
whistleblowing (Gundlach et al. 2003). Although, blue-collar and less educated women are 
targeted the most as sexual harassment victims, there is a significant decrease in reporting 
impropriety when the victim is in a position of less power, specifically if he or she is a lower 
wage earner (Lee et al., 2004; O’Leary-Kelley et al., 2009; Pina & Gannon, 2012; Winardi, 
2013). It has been found that victims are less likely to whistleblow sexual impropriety especially 
if the harasser is a supervisor (Skiveness & Trygstad, 2010).  
Even if the harasser is not a supervisor, the harasser’s likeability and performance, 
credibility, and role in the community also influence whistleblowing behaviors and what the 
victim sees as his or her possible course of actions. Robertson et al. did a study on whistleblowing 
behavior focused on how the harasser’s personality influenced a peer’s or subordinate's 
whistleblowing actions (2011). It was found that whistleblowing was far more likely to occur if 
the harasser ranked low in performance and overall likeability, but that was only true for when 
both categories were ranked poorly. There was evidence to suggest that whistleblowing was less 
likely to occur when the harasser was either likeable and/or had a high performance. A victim 
may be less likely to whistleblow because of anticipation of disbelief or non-responsiveness by 
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the supervisor if the harasser is likeable and/or has high performance (Robertson et al. 2011). 
There is little instruction in how a whistleblower is protected and reassured that action will 
follow. Without instruction, it may be difficult for the victim to be fully aware of his or her 
options. 
In a community where staff, equipment, supplies, and time for training is scarce, the 
presence, display, and overview of employees’ rights and whistleblowing protections in a manner 
that caters to all levels of education and legibility could very well be non-existent. Without all 
parties of the health workforce being made aware of these policies, like: the Employment Act 
2006 (Sexual Harassment); the Whistleblower Protection Act 2010; the Employment Act (Sexual 
Harassment) Regulations 2012; the Code of Conduct and Ethics for Uganda Public Service; the 
Policy Implementation Guidelines on the Prevention and Response of Sexual Harassment in the 
Health Sector 2017; and the Guidelines for Mainstreaming Gender Equality into Human: 
Resources for Health Management (a collaboration between Uganda Ministry of Health and 
IntraHealth International); the efforts and the intentions to prevent and protect against sexual 
harassment in the workplace will be lost. If the people are not aware of the protections, sanctions, 
and whistleblowing systems in place, they will not use them, and little will be changed in terms of 
sexual harassment prevention and elimination. In a similar setting of staff and supply shortages, 
there is also a fear of being considered a “troublemaker” at work by making up or exaggerating 
problems or by bringing the problem forward, which could disturb the lives and workflow of the 
rest of the workplace (Marrion & Davies 2015; Baugh, 1997). As a result, there may be a 
community of silence at the actual workplace that can fuel whistleblowing hesitation.  
Many communities are already strained for enough staff and equipment. There are 
situations where it can seem as though it is not in the team’s best interest, nor the victim’s, to 
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report a sexual impropriety, as it could cause further shortages of staff, leading to working 
overtime, compromising healthy lifestyles, and risking the time to see and quality of care to assist 
patients. This puts pressure on a harassment victim who must choose whether to report the 
impropriety, as there may be a higher amount of denial, retaliation, or backlash from the co-
workers, and the community as a whole. In one study, a Ugandan sexual harassment 
whistleblower reported that although the harasser received sanctions, a community member 
approached her, saying “It is such a shame to lose him. He was such a good doctor” (Afcode, 
2009). While the harasser may have been a “good” doctor and one of the few in the area, such 
comments made by the community in defense of the harasser’s performance, role in the 
community, or likeability, impact the cost-benefit analysis that a victim goes through to decide to 
ignore and endure, quit, or report.  
The importance of the harasser’s role and the obstacles previously mentioned without clear 
guidance by a supervisor or familiarity with the laws, shapes a victim’s knowledge or lack of 
knowledge about his or her options. The options that the victim is aware of will not only direct 
the path that the victim chooses to pursue, but also contribute to the cost-benefit analysis mentally 
conducted by the victim before reporting the offense. Whether it is intangible or structural 
obstacles, the decision to whistle-blow or not will be based on what seems to be the most 
beneficial for the victim. The choice to cope or leave the organization instead of reporting the 
sexual harassment due to personal or professional reasons and/or lack of resources and 
knowledge is an indicator that there is a desperate need for revitalized policies, added channels to 
report, and increased assurance and proof that confidentiality will be respected. A work culture 
that does not consistently grow and recognize a need for amending for the better only promotes 
whistleblowing and fosters sexual harassment.  
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Section 3.3: Take Action: Informal & Organization Reaction 
Despite all the reasons to cope, Lee et al. found that the likelihood of whistleblowing 
increased with stimulus variables, specifically the frequency of the impropriety, length of time it 
occurs, and multitude of harassers (2004). Once the employee decides to take action, there are the 
options of filing an informal or a formal complaint. In both cases, the most common reporting 
mechanism is by coming forward directly, in person. This is not always a safe and encouraging 
method for whistleblowing in the workplace, for environmental and individual reasons. In an 
informal complaint, the sexual harassment victim would approach the supervisor or manager 
about the harassing behavior that he or she is experiencing. This is what O’Leary-Kelly et al. 
refers to as negotiating and confronting. The supervisor or manager to whom the victim is 
reporting the impropriety could very well be the harasser themselves. This is an intimidating 
process, especially if the victim believes that the harasser has the influence to retaliate. In an ideal 
world, the sexual harassers would face consequences for their actions and the victim can 
whistleblow in a safe, supportive environment with very little to no negative effects on him or 
her. However, in reality, the pathways for whistleblowing vary and it is often not clear in the 
literature what to do or to whom the whistleblower is to report. To best understand a victim’s 
options, there are two forms of official whistleblowing: Informal and Formal. Very few 
documents note the process for informal whistleblowing since it is resolved within the 
organization or workplace and does not involve an outside mediating source. Policy 
Implementation Guidelines on the Prevention and Response of Sexual Harassment in the Health 
Sector 2017 is one of the few documents that has a clear informal whistleblowing procedure. 
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Informal Whistleblowing 
As currently defined in the Ugandan Ministry of Health’s guidelines, an informal complaint 
would be reported to the sexual harassment focal point person (SHFPP) where there would be a 
sit-down mediated conversation between the victim and the harasser to come to an agreement. 
This would make it impossible for an anonymous report to be made and the face-to-face 
confrontation can be stressful, traumatic, and even re-victimizing for the whistleblower. This 
makes the option to confront the harasser in an informal setting an option which some individuals 
will not choose, and is one piece of the evidence to support a need for more channels of reporting 
in the whistleblowing process. In the current literature and legal documents there is little 
description as to who should act as the mediating parties on the behalf of the victim and the 
harasser, and his or her involvement in the settlement. In previous examples of negotiating for 
other sexual violence cases, the person who mediated the allegations and crimes committed 
varied depending on the age and marital status of the individual. In some cases, it has been the 
parents or husband, rather than the victim him or herself, that arranged the terms of settlement 
with the perpetrator (Afcode, 2009). As previously mentioned, survivors of traumatic experiences 
often lack support from the community, their spouse or family and are often further humiliated or 
cast out (Afcode 2009). Legal documents must clarify the negotiating parties and who would be 
qualified to represent the victim in the case of an anonymous claim.  
While in some cases informal and face-to-face mediating is a plausible conflict resolution 
method, implementers and mediators should be aware that gas lighting and victim-blaming, and 
retaliation, can occur during and after the mediated conversation. Even if there is an agreeable 
conclusion between the two parties, it will require diligent enforcement and mindfulness of post-
resolution retaliation practices. If there was no settlement made between the two parties or if the 
victim wanted to pursue a more serious route of whistleblowing, a more formal complaint could 
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also be filed with the SHFPP. On this path, an investigation would be started and there would be 
a chain of reporting based on the seriousness of the act. Traditionally, seen in other cases of 
sexual violence, a report is made to the police or to a sanctioning body only if there is no informal 
agreement settled upon (Afcode 2009). This can help explain why the informal procedure 
includes the settlement agreement through a mediated discussion. Nevertheless, it is one of few 
and a very limited option, which does not have many safeguards of physical safety and emotional 
well-being for the victim.  
The guidelines being developed should include what actions are to be taken if the 
impropriety, for which an informal complaint is being filed, warrants a more formal or even 
criminal investigation. It is unclear whether the report receiver has any obligation to breach 
confidentiality to report certain crimes to law enforcement. Currently, it is completely the choice 
of the whistleblower whether a formal or informal complaint is filed. This can be empowering for 
the victim as it allows for him or her to control the next action, however, this can make a 
whistleblowing system susceptible to intimidation. There is little to no indicators of whether 
Uganda’s Whistleblower Protection Act (2010) would include guidelines to protect the 
whistleblower from intimidation or internal pressure to place an informal complaint rather than a 
formal one. Patterns show that victims are more likely to file internally in what is referred to as 
“soft” whistleblowing, versus externally or “strong” whistleblowing (Skiveness & Trygstad, 
2010; Miceli and Near, 1992, 2002; Miceli et al., 2008; Robertson et al., 2011).  
It has been stated in a multitude of literature that organizations benefit from an internal 
resolution for public relation and financial reasons. Lengnick-Hall describes legal fees, unwanted 
publicity, and possible damage to employee retention or recruitment that can result from an 
external (reporting to a designated body) sexual harassment conflict resolution (as cited by 
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Willness et al. 2007; O’Leary-Kelly et al. 2009). It also can be beneficial for the victim as well, 
as it will most likely provide more privacy to his or her experiences and it saves him/her from 
undergoing the grueling process of administrative and legal investigation. However, if there is an 
action taken that warrants formal reporting, the process lacks instructions regarding whether it is 
the organization’s responsibility and obligation to report that kind of wrongdoing. While there are 
positive and negative aspects of having a mandatory reporting policy for certain types of crimes, 
clarification should be made with the clearest instruction possible so that the guidelines promote 
consistency across workplaces. 
This brings up the question: if mostly non settable quid pro quo cases are being pursued 
through formal reporting, will the hostile work environment cases chosen to file formally by the 
victim be taken seriously under the review committee? Studies have shown that men and 
women’s perspective of what constitutes harassment varies widely. Women, being the most 
common targets of such inappropriate behavior, are reported to be more sensitive to behaviors 
and are more likely to label them as inappropriate and harassing (Baugh, 1997; Pina & Gannon, 
20102). However, studies show that when the power-gap between harasser and victim grew and 
as the acts of improprieties increased in severity, leaning towards quid pro quo, men and 
women’s opinions on what is sexual harassment grow closer together (Baugh, 1997; Pina & 
Gannon 2012). Similarly, sexual harassment of a more physical nature was more likely to be 
considered sexual harassment by both parties (Pina & Gannon, 2012). If a hostile work 
environment complaint is filed formally, it may face a battle of subjectivity based on various 
understandings of what constitutes sexual harassment. Even with laws and definitions, obtaining 
evidence and a universal view amongst the Rewards & Sanctions Committee of what constitutes 
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sexual harassment in hostile work environment situations, can alter or outright harm a victim’s 
ability to get justice or to decide to whistleblow in the first place. 
 
Organization’s Reaction to Informal Whistleblowing 
Reporting the impropriety is not a new suggestion to those who experience sexual 
harassment at the workplace. In fact, many do report the impropriety when it occurs, but how the 
organization or supervisor responds to that report impacts the success of the victim’s 
whistleblowing efforts. Pina & Gannon found that the improvement or worsening of the situation 
after whistleblowing is linked to how permissive the organization is towards sexually harassing 
behaviors (2012). There are three possible responses to a victim’s claim of sexual harassment: 
positive, non-responsive, or negative. When the response is positive and the whistleblower is 
satisfied with the actions taken or settlement agreed upon, then the system is functioning as it 
should. However, there are anticipated complications that can influence the way in which 
employers and organizations respond to informal sexual harassment complaints.  
By the nature of his or her involvement with the workplace, a supervisor or an 
organization’s staff as a whole has personal ties to the employees and, more than likely, the 
harasser. This can compromise an effective response, as someone receiving a claim may have 
stakes or personal reasons to protect the accused and to ignore or minimize the claimant. The 
reasons to do so involve many of the same internal debates that the victim experiences in the 
decision to take action stage of the whistleblowing process. The report receiver's interpretation 
and definition of sexual harassment, the impact the report could have on the harasser or health 
workplace, and the overall systemic, subconscious or not, agreement with the harasser’s actions 
and behaviors, are only the start of the influential factors on how a claim receiver will respond. In 
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addition, the person receiving the report may be or have been a harasser in the past. If the 
whistleblower brings forward a claim that is lower or equal to the severity of the receiver's 
impropriety, this could trigger a personal denying of wrongdoing and fearing of sanctions for his 
or her own actions. This plays a large role in how employers and organizations respond to sexual 
harassment claims at the workplace.  
Countless publications on blogs and news sites are writing about the “bro-code”, which 
perpetuates and protects misogyny and sexual harassment (XYonline, 2018). One article in Vox, 
writes that men and members of the public defend the accused and even work to discredit alleged 
victims because it makes it easier for those men and members of the public to then discredit the 
allegations that may come against them (Plank, 2017). By supporting and defending those who 
have committed equal or worse impropriety, there is a kind of informal agreement that the 
defender will receive the same in his time of need. This is a contributing factor to victim-blaming, 
minimizing, and gas lighting when a victim whistle-blows for sexual harassment at the 
workplace. Although this conversation is particularly strong in the United States currently, the 
phenomenon of the “bro-code” survival tactic occurs all over the world, even with allegations of 
sexual harassment at the health workplace in Uganda. This is the benefit of Uganda’s Ministry of 
Health’s introduction of a Sexual Harassment Focal Point Person (SHFPP), which can help 
remove the personal connection to the harasser and, with hopes, minimize the “bro-code” 
mentality so the penalties for impropriety are upheld without exception. 
If the victim is undecided whether his or her predicament is worthy of reporting or could 
even qualify as sexual harassment, he/she could perceive the harasser or organization’s 
defensiveness, justification, excuses, or apologies, as credible or justified. This could deter the 
victim from whistleblowing or seeking action (Geng, 2014; Gundlach et al. 2003). Despite the 
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response of the harasser or organization seeming credible, a harasser or organization’s lack of 
response and disbelief is a phenomenon known as the “deaf effect”, where a report is made but no 
action is taken (Mannion & Davies, 2015). This can include outright ignoring or dismissing a 
whistleblower's concerns, becoming defensive using excuses, justifications, and empty apologies 
without action; or there might be some action taken, but with very minimal impact on the 
behavior of the harasser (Gundlach et al. 2003). This ultimately allows for the behavior to 
continue uninterrupted or recommence in a short matter of time. This restarts the cycle and 
pathway of whistleblowing. Demonstrated in the Social Information Processing (SIP) Model, 
which illustrates the process of making sense of and acting/reacting to social situations, 
whistleblowers can feel anger, resentment, and fear; after which the complainant will again face 
the choice of enduring the behavior if it does not stop, leaving the job, or try reporting it again 
(Gundlach et al. 2003). This model can be found in Appendix Figure 3. 
This is particularly true for when a supervisor or an organization responds negatively to 
whistleblowing. A negative response goes beyond an indifference that’s present in the “deaf 
effect”; the disclosure of the crime and possibility of a confidentiality breach, personal and 
professional consequences can ensue. Even with “anonymous” or confidential methods of 
reporting, there are some instances where the identity of the harasser is obvious and it ultimately 
outs the identity of the victim. Retaliation can be used to intimidate or to punish a whistleblower 
for reporting sexual harassment in the workplace. A victim who decides to whistleblow could 
face retaliation with the first report or at any point during any following reports made. Studies 
show that there is a direct correlation between the number of times someone whistle blows and an 
increased risk of retaliation (Skiveness & Trygstad, 2010). These retaliation practices often 
reflect the different elements of the Power and Control Wheel: coercion and threats, intimidation, 
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economic abuse, emotional abuse, isolation, male privilege, children, physical violence, as well 
as blaming, minimizing and denying (See Appendix Figure 1).  
This can be a challenge to be foreseen in efforts to encourage whistleblowing behavior 
amongst populations like the health workforce in Uganda, where there have been many negative 
consequences for whistleblowing documented. In reported cases in Uganda, there has been active 
humiliation and victim-blaming. Afcode’s study found that further humiliation was reported by 
young girls and women, as students or teachers in Uganda, who shared or reported the sexual 
violence to someone else in the community (2009). The lack of support and belief in the victim’s 
accusations and the heightened scrutiny, harassment, ostracization, and publicity such as that 
displayed in Afcode’s study, can deter whistleblowing actions and can cause negative effects of 
isolation and secondary victimization (Newman et al., 2017). Baumeister et al., as cited in 
Skiveness & Trygstad, points out that the bad experiences outweigh the good, even in situations 
when the good occurs more frequently. This indicates the impact of bad experiences while 
whistleblowing, making it particularly challenging to improve whistleblowing behaviors (2010). 
While developing policy and prevention strategies, it is important for scholars and policy makers 
to remember that fear of retaliation is one of the biggest reasons that a victim complies and would 
rather quit their job rather than whistle-blow. This fear of retaliation is justified and very real. 
Encouraging whistleblowing behavior for sexual harassment in the Uganda health workforce can 
put the victim and their safety at a heightened risk of danger.  
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CHAPTER 4. POLICIES & PRACTICE 
Policies “...an officially accepted set of rules or ideas about what should be done; an 
idea or belief that guides the way you live or behave” (Merriam-Webster) 
& 
Practice “...what individuals do [which] is largely composed of tacit knowledge, 
rooted in the experience of individuals and groups” (McCluskey, 2007) 
 
Fortunately, the Ugandan government has already introduced several legislations to protect 
whistleblowers and introduce sexual harassment definitions into the workplace. This includes the 
Code of Conduct and Ethics for Uganda Public Service 2005- to be referred to as PS 2005, the 
Employment Act 2006 (Sexual Harassment) - to be referred to as EA 2006, the Employment 
(Sexual Harassment) Regulations 2012- to be referred to as ER 2012, and the Whistleblower 
Protection Act 2010- to be referred to as WP 2010. The Uganda Ministry of Health has also 
partnered with IntraHealth International to collaborate on development of the Guideline for 
Mainstreaming Gender Equality into Human Resources for Health Management- to be referred to 
as GGE 2015, and Policy Implementation Guidelines on the Prevention and Response of Sexual 
Harassment in the Health Sector 2017- to be referred to as PIGPR 2017. There are clear benefits 
to have such policies in place, but when do they work, and how do we know that they are 
effective? Pina & Gannon found that women who filed a formal complaint showed worse 
perceptions of justice in the organization than those women who did not whistleblow or confront 
the harasser (2012). This demonstrates the uncertainty of the effectiveness of whistleblowing 
policies and practices for sexual harassment. To develop the best sexual harassment interventions, 
legislation evaluation from the perspective of the victim’s obstacles to whistleblow and the 
consequences he or she may face must be undertaken.  
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Section 4.1: Formal Whistleblowing 
Of the Uganda legislation and guidelines available on whistleblowing and sexual 
harassment at the workplace, the majority only discuss the procedure for formal complaints. This 
is logical as the more times that the victim decides to whistleblow, the more likely he or she will 
report to a higher chain of command (Devine, 2016). As frequency of whistleblowing and the 
chain of command to whom the report is being made becomes more serious, the more likely the 
victim will file a formal complaint. Regardless if the offense is quid pro quo or hostile work 
environment harassment, a whistleblower filing a formal complaint will have to navigate the 
legislation or guidelines’ reporting system he or she will follow. Examining legal documents, it is 
difficult to identify a clear and common reporting pathway amongst any of them. It is easy to see 
how a victim, who potentially has little to no experience or familiarity with the law, would feel 
overwhelmed by the structural process of formal whistleblowing (never mind the social and 
emotional impacts he or she is already experiencing). As discussed, not every health facility will 
have the resources or the sexual harassment representatives required by legislations like WP 
2010, which requires a representative only for any employer with more than 25 employees.  
This can make it difficult to convey to the health workers information about their rights and 
protections if their employers are not doing so. Even with the documents and knowledge 
available, the vagueness and various reporting channels recommended amongst the documents 
would be difficult to follow without a guide. An example is PS 2005, which pertains to public 
service workers, therefore including most health workers in Uganda. It is one of the more vague 
documents addressing sexual harassment at the workplace. PS 2005 states that if sexual 
harassment is experienced, the victim should report with any possible evidence to the 
“department of Government that is responsible for investigating civil and criminal offences” and 
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remedies to the harassment will be sought under “the civil and criminal laws”. While this allows 
for the process of sexual harassment and the departments responsible to change and adapt with 
little to no impact on PS 2005, it also does not direct a potential whistleblower to any place to 
proceed forward. This would not be a very strong sexual harassment policy nor an enforceable 
one.  
Under WP 2010, victims have the option to report externally, referring to whistleblowing to 
outside of the workplace, under the conditions that the complaint does not pertain to the victim’s 
employment, the victim reasonably believes that there will be occupational detriment or that the 
evidence will be concealed or destroyed, or the complaint has already been filed internally with 
no action taken or belief that no action will be taken. When reporting externally, according to WP 
2010, the whistleblower will have the option to report to the Inspectorate of Government, 
Directorate of Public Prosecutions, Uganda Human Rights Commission, Directorate for Ethics 
and Integrity, office of the Resident District Commissioner, Parliament of Uganda, or the 
Ugandan Police Force. According to WP 2010, the authorized officer receives the disclosure from 
the whistleblower and, without personal discretion, issues a written receipt. The same authorized 
officer then investigates the complaint and determines if it is worth further investigating. It is 
impossible to assure that discretion would not be taken during this process, even if the authorized 
officer is required to issue a written statement as to why the complaint does not warrant further 
investigation. If the claim was chosen to be investigated, there is little description of what would 
be “appropriate action” following that decision. It does state, however, that if the authorized 
officer did not feel they had the capacity to investigate, he or she should refer the report to a 
“competent authority” such as the Inspectorate of Government, the Uganda Human Rights 
Commission, or the Minister responsible for ethics and integrity. If retaliation practices and 
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violations of WP 2012 occur, the whistleblower can report to the Inspectorate of Government or 
the Uganda Human Rights Commission. These can be intimidating entities and without guidance 
from someone with knowledge and experience with the laws, this process might not seem 
realistic or deemed worthwhile by a sexual harassment victim and whistleblower.  
 The ER 2012 does not provide much more description or support for the victim during the 
whistleblowing process. Under this regulation, an employer of an unspecified number of 
employees is to establish a sexual harassment committee that consists of four employee 
representatives, including a chair-person assigned by the employer. While this committee is 
required to be knowledgeable and sensitive to sexual harassment, the employer’s involvement in 
selecting the chair-person could compromise the integrity of the committee’s rulings on 
whistleblowing cases brought forward. Although ER 2012 states that the committee would store 
the information and would initiate the investigation, it does not describe by whom or in what 
manner it will be carried out. The committee would register the complaints, documenting and 
storing the offenses, proceedings, information gathered, and action taken with each investigation 
made. If the action was deemed appropriate, the committee would then present the reports to 
the labor officer or labor commissioner. That individual would then promptly re-interview the 
whistleblower, contact the employer, and continue the investigation. A hearing with the Industrial 
Court could follow the investigation. 
PIGPR 2017 is the most in depth explanation about the recommended whistleblowing 
process for sexual harassment. It is one of the few documents that describe both informal and 
formal whistleblowing channels. Under this procedure to handle sexual harassment complaints, 
the SHFPP, which is referred to as the authorized officer or complaint receiver in other 
documents, not only receives and records the complaint; he or she is responsible to counsel the 
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whistleblower. Unlike WP 2010 and PS 2005, which do not have a certain number of days to 
respond to the complaint, ER 2012 and PIGPR 2017 do have a set period to ensure timeliness. 
While ER 2012 provides 14 days from the date the report was filed for the labor officer to 
respond, PIGPR 2017 recommends 10 days for the SHFPP to respond, and no more than 30 days 
for the entire formal complaint procedure. This is an effort to decrease the time that the victim 
may be without work or pay because of the investigation, which have shown to negatively impact 
whistleblowing efforts. If the formal process is chosen by the victim the SHFPP submits the 
complaint to the Rewards and Sanctions Committee, which will create a sub-committee for the 
investigation and recommendations within 7 working-days of the committee receiving the report. 
A Responsible Officer will review the investigation findings and recommendations and will take 
administrative action within 3 working-days. 
In each document, the whistleblower has the option to appeal the decision made concerning 
the complaint. Dissatisfaction with how the complaint was handled informally is one of the many 
influences on a possible whistleblower when determining whether to file a formal report (Loeb & 
Cory, 1989). A victim’s outcome satisfaction or dissatisfaction and the results of the cost-benefit 
analysis govern whether the whistleblowing pathway restarts endlessly or meets its end. It may 
start with an immediate supervisor and go to the next supervisor until it reaches the highest level. 
It has been reported that the last level of whistleblowing that a victim can seek is contacting the 
media to bring a much larger spotlight on the issue, like that of what is occurring in the 
Hollywood industry in the United States. The Organization for Economic Cooperation and 
Development (OECD) refers to this as the “tiered approach” which starts with whistleblowing to 
internal non-anonymous outlets, followed by external to a designated body, and finally external 
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whistleblowing to the public (Devine, 2016; Loeb & Cory, 1989; OECD, 2011; Robertson et al. 
2011).  
 
Section 4.2: Options & Trust in the Reporting System 
A common theme amongst the documents is the recording or issuing of a physical copy of a 
complaint receipt. By processing physical evidence of a filed complaint and its date, it can help 
enforce the mandate that a filed complaint shall receive a response no more than 14 days after the 
date that it was reported as stated in ER 2012 or for the entire process completed within 30 days 
after as in PIGPR 2017. An accumulation of receipts can also serve as evidence that the harassing 
behavior has been recurring. PIGPR 2017 and other literature state that physical evidence is one 
of the major obstacles in prosecuting sexual harassment at the workplace. Both ER 2012 and WP 
2010 state that there will be a recording of the complaint with the complaint receiver to some 
extent. ER 2012 states that the sexual harassment committee will receive and register the 
complaints of sexual harassment. WP 2010 includes that the authorized officer, who is acting as 
the complaint receiver, will not only issue a receipt but he or she will keep the “writing in which 
the disclosure is made confidential and in safe custody pending investigation of the impropriety”.  
Although confidentiality is emphasized in importance throughout the different policies and 
guidelines, it is much harder to regulate what it is and how it will be managed. ER 2012 states 
under Confidentiality that the complaint information will only be used for investigation purposes 
and that the report receiver is responsible for the confidentiality of the information, including 
after the “employment relationship has ceased to exist”. However, earlier in Duties of the Person 
Designated for Sexual Harassment, it states that the employer will keep the complaint 
confidential, but to the extent practicable under the circumstances. There is no explanation as to 
what are the minimal “practicable” conditions acceptable, while being considered confidential. 
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Employers and complaint receivers will need specific instructions as to how to respond to public 
inquiries into the allegations and investigations from the public and fellow employees in a 
manner that provides an established minimum protection of confidentiality and prevention from 
intimidation and retaliation against the whistleblower, complaint receiver, and the investigative 
team. For a victim of sexual harassment, confidentiality violation or threat thereof whether 
purposely through corruption or accident can have serious consequences mentally, emotionally, 
financially, and even physically. A victim must trust the whistleblowing system and channel to 
keep records and receipts of the sexual harassment complaints.  
Despite the disadvantages of physical evidence of sexual harassment complaints, there are 
good reasons to keep records. One advantage is that multiple reports, whether persecuted or not, 
can be tracked under a whistleblower to help build a strong case of sexual harassment and 
identify patterns of escalation. Even with anonymous whistleblowing, maintaining a reporting 
database can make GIS tracking possible, which can identify regions with high sexual harassment 
reporting and can help better target intervention efforts. Despite the ease and relatively low-cost 
of a reporting database design, there is not any evidence within the employment or sexual 
harassment legal documents which outlines in detail or regulates such a system. This is one of the 
disadvantages of documenting sexual harassment reporting history because there is a concern for 
cyber-security and the confidentiality of the system. If reports, especially associated with 
identities are shared or become accessible to the public, the retaliation risk against whistleblowers 
is very high. For the same reason, confidentiality throughout the whistleblowing process is 
essential for proper whistleblowing protections to be effective.  
Therefore, it is so important for the victim to be familiar with the different whistleblowing 
pathways, as they lead to different chains of commands and different reporting systems. When 
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reporting externally, ER 2012 has designated a sexual harassment committee, PIGPR 2017 has a 
Sexual Harassment Focal Point Person (SHFPP) and a committee within Rewards and Sanctions, 
and according to WP 2010, the whistleblower will have the option to report to the Inspectorate of 
Government, Directorate of Public Prosecutions, Uganda Human Rights Commission, Directorate 
for Ethics and Integrity, office of the Resident District Commissioner, Parliament of Uganda, or 
the Ugandan Police Force. It will be difficult to ensure that health workers have access to all 
these reporting options and knowledge of which reporting pathway is the most appropriate for his 
or her situation. Equally as challenging is the victim feels assured that confidentiality and 
whistleblowing protections will be respected along that pathway. The Uganda Ministry of Health 
needs to not only have the PIGPR 2017 as its guideline to set the precedent for sexual harassment 
in the Uganda health workforce, but also to act as an avenue by which health workers can 
whistleblow. Health workers’ knowledge of and familiarity with the Ministry of Health has the 
potential needed to build trust with the employees for effective whistleblowing practices.  
Some of the external whistleblowing options, like the ones listed in WP 2010, are very 
serious and seemingly very intimidating to a victim who may feel embarrassed, ashamed, and 
culpable to the impropriety if they complied, or doubtful that what he or she has experienced 
would require so much attention. Even in the PIGPR 2017, clients at the health facility who are 
victims to sexual harassment are directed to report to the Uganda Police Force, one of the external 
whistleblowing options for employee victims. The police in many countries are corrupt, non-
responsive, and are not trusted by the community or a sexual harassment whistleblower. One 
study participant shared that even if a sexual harassment crime was reported, in anything less than 
rape, police often do not act because “they think it is normal for women to be touched” (Newman 
et al., 2017). Although ER 2012 and WP 2010 state that one of the report recipient’s duties is to 
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issue a written receipt acknowledging the complaint, reporting to the police can be very 
expensive due to the corruption and financial bribery it takes to file a report (Newman et al., 
2017). To further complicate the process, police are frequently some of the main offenders in 
sexual harassment or sextortion. This can be an intimidating and discouraging obstacle for a 
victim, especially if the police are his or her nearest and most accessible reporting channel, which 
is more than likely the case. PIGPR 2017 points out that there must be integrity in investigations 
with credible, emotionally intelligent and sensitive, and technically competent investigators to 
build and maintain trust amongst victims. This is true no matter if a victim reports to an 
authorized officer, sexual harassment committee, police officer/department, or the various 
government departments to which a victim can whistleblow. 
 
Sexual Harassment Definitions 
To be competent and sensitive, the individuals who are complaint receivers, who persecute 
sexual harassment, and who develop legislation and programs must share a common language 
around sexual harassment and whistleblowing. One contributor to a whistleblower’s outcome 
dissatisfaction is the lack of agreement over definitions and interpretations of harassing behaviors 
and “appropriate action”. Definitions play an important role, especially when prosecuting sexual 
harassment that is already subject to personal, cultural, and social interpretations of its definition 
and significance (See above Chapter 2: Sexual Harassment Background). Similarly, each 
Ugandan legal document or guideline has varying descriptions of what behaviors are considered 
sexual harassment. This can complicate what a victim believes is reportable, an employer and 
harasser acceptable, a complaint receiver pursuable, and a judging committee sanctionable. 
Regarded separately, the definitions are incomplete or are too vague to be meaningful. PS 2005 
claims that sexual harassment manifests in “verbal or nonverbal sexually offensive behaviour.” 
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Alone, the little detail provided is vulnerable to a high level of subjectivity as to what is offensive 
and to whom. When these documents are looked at simultaneously, it provides a fuller sense of 
what should be considered sexually harassing behaviors, which can help provide more 
standardized definitions and examples. There are common themes across documents.  
Under the WP2010, harassment is a systematic, persistent or continual unwanted and 
annoying pestering that may include threats or demands.” Specifically several Uganda legal 
documents mutually introduce sexual harassment as any unwanted, suggestive or applied 
action(s) of a sexual nature that is unwanted or unwelcome by the victim (EA2006; ER2012; 
Newman et al., 2017). The most recognizable and acknowledged form of sexual harassment is the 
direct or indirect requests of sexual intercourse or sexual acts (EA2006; ER2012). Although only 
two documents, EA2006 and ER 2012, reference the specifics of sextortion (the compliance with 
sexual requests for the benefit or detriment of employment treatment) most documents included 
the quid pro quo type of harassment. This includes IntraHealth and the Uganda Ministry of 
Health’s Guideline for Mainstreaming Gender Equality into Human Resources for Health 
Management (GGE 2015). The GGE 2015 specifically covers quid pro quo in its definition of 
sexual harassment, which includes sexual acts, intercourse, and requests for sexual favors 
leveraged from a position of power (2015). However, the majority of documents expand the 
definition to include a clause that either directly or indirectly indicates that harassment can be 
verbal, gestural, or physical behaviors.  
Like requesting sexual acts, physical behavior, also referred to as visible behavior, of a 
sexual nature, is easier to identify as sexual harassment than other behaviors. ER2012, PIGPR 
2017, and GGE 2015 describe visible behavior as the unbecoming, over familiar, unwanted, 
unwelcome, or unsolicited physical contact that may display itself in the form of touching, 
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kissing, patting, pinching, or staring in a suggestive manner. Sexual harassment can also involve 
indecent dressing, a well included aspect of visible behavior, but cited alone can cause some 
misinterpretation or gas lighting as it is often a term to justify harassment of a victim. This may 
require some clarification in future legislation that it is the indecent dressing of the harasser, not 
the victim. PIGPR 2017 implies that men dress “indecently” to be comfortable, but that women 
do so to provoke men, which is used by harassers to justify sexual harassment at the workplace. 
The PIGPR 2017 and EA 2006’s definition also addresses sexual harassment specific to the 
health context. They state that inappropriate medical examinations are sexual harassment, which 
is a common form of quid pro quo harassment in the health sector and is punishable by law. 
These behaviors involve physical contact and are visible to bystanders. In these cases it is harder 
to negotiate or gaslight a victim causing them to believe that the sexual harassment and personal 
violation did not occur. This gives physical harassment a stronger chance of being reported, 
believed, and prosecuted than other manifestations of sexual harassment. 
Gestural harassment is another category that the Uganda legislation and guidelines elude 
under the “visible” label, although it is more difficult to prove to be more than “jokes” or 
flirtatious behavior. To decrease the minimizing and denying (an aspect of the power & control 
wheel) of the gestural harassment complaint, PIGPR 2017 bolsters the definition with examples 
such as suggestive body language, repeated winks, and licking lips. These are very visible 
inappropriate behaviors. However, gestural harassment, like its name, refers to gestures or the 
display of visual material of a sexual nature, such as suggestive pictures or objects (EA2006; ER 
2012; PS 2017). Suggestive pictures, objects, or expressions can be less visible to an outsider, but 
caught and noted by the victim, especially over a period of time. Studies have shown that 
examples and understanding of hostile work environment harassment are less agreed upon 
43 
 
between gender perceptions of harassing behaviors as opposed to quid pro quo (Baugh 1997). 
Sexual harassment at the workplace embodies both types of harassment as it is a behavior that is 
unwelcome and/or offensive to an employee that has detrimental effects on job performance 
and/or job satisfaction either by the nature or excessiveness of the harassment (ER2012). PIGPR 
also describes sexual harassment as any behavior impacting someone’s career or safety through 
the creation of an intimidating, hostile, degrading or humiliating work environment (2017).  
This is also true of verbal harassment, of which most is more suggestive in nature, and may 
not be directly noticeable. EA2006 describes verbal harassment as “[using] language whether 
written or spoken of sexual nature”. This demonstrates the unclear messaging and the need for 
unification of its description. Some documents like the Employment Regulations 2012 and the 
PIGPR, expand on specifics and provide examples to what EA2006 just simplistically describes 
as “visual material of sexual content”. PIGPR 2017, ER 2012, and GGE 2015 expand verbal 
sexual harassment to be unbecoming, overly familiar, offensive, rude, abusive, or obscene 
language. Language under the same documents vary to be considered requests, flirtation, jokes, 
innuendos, suggestive or insulting sounds, verbal expressions of interest, and comments that are 
sexually oriented or of sexual nature, and may include comments about the victim’s private life, 
body parts, or appearance. This kind of harassment better incorporates and legitimizes hostile 
work environment into legal protections and policies, instead of leaving it to the subjective 
reasoning of the interpreter. Most of this behavior is suggestive in nature and is not an immediate 
physical safety threat to the victim. However, the suggestive nature and lack of apparent 
imminent danger does not exclude it from being sexual harassment. Part “c” of the Equal 
Employment Opportunity Commission’s definition of sexual harassment states that “(c) such 
conduct has the purpose or effect of unreasonably interfering with an individual’s work 
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performance, or creating an intimidating, hostile, or offensive work environment” (Willness et al. 
2007). It is important for policy to note that the most common sexual harassment is hostile work 
environment where suggestive gestural behaviors and inappropriate verbal comments usually 
occur. As discussed in Part II, the mere suspicion that further action or threat could be taken has 
the ability to exert a certain power and control over the victim. 
 
Whistleblowing Protection Definitions 
While the detail of prosecutable sexual harassment behaviors varies between documents, the 
definition of whistleblowing is universal across the Uganda legal documents and guidelines, as 
well as in other literature. It is the country’s whistleblower protections clauses, and Acts in the 
case of WP 2010, which do not have a consistent definition or policy of who will be protected 
and from what, when an individual whistleblows. The specification and clarification of 
whistleblowing protection is particularly important to advertise whistleblowing channels and 
crime prosecution for sexual harassment in the workplace. In many pieces of literature, including 
PIGPR 2017, a blanket statement of protection from retaliation is included. However, there is 
often little detail in employment acts and regulations’ guidelines as to how to ensure 
whistleblower protection and to the extent that the protection covers. Despite providing strategies 
to ensure confidentiality, anonymity, and anti-retaliation assurances, a whistleblower who is often 
the victim themselves of sexual harassment is asked to trust the designated sexual harassment 
officer or SHFPP to disclose their identity and share their experiences. The WP 2010 specifically 
states that it does not discourage anonymous disclosures, but that person is not entitled to the 
protection conferred under the act if they file anonymously. Under the PS 2005, a protected 
discloser must use the established complaints procedure in order not to be “unduly” victimized. 
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WP 2010 similarly offers protection under the condition that the reporting occurs only to that of 
an authorized officer, employer, or nominated disclosure officer.  
It is possible to see the objective of such clauses, as it would be difficult to protect against 
retaliation if the reporting individual revealed their own identity as the whistleblower or shared 
their report with others outside of the trained, and ideally confidential, sexual harassment officers. 
However, without expansion or exemption, these stipulations assume that the victim is aware of 
the “established” whistleblowing procedure and that he or she has access to report accordingly. It 
also forgets that depending on the longevity or severity of the harassment, victims can and will 
turn to social coping, as described by O’Leary-Kelly et al. (2009). Social coping includes 
confiding in friends, family, community members that the victim deems trustworthy and 
supportive. It can also include a victim sharing their experiences and conversing with other 
female employees to help determine the systemic nature and seriousness of the harassment in the 
workplace, which influences whistleblowing behaviors (Devine, 2016). This will exclude most 
victims from whistleblowing protection clauses if those clauses are strictly interpreted and 
applied in practice. Even if such victims are qualified for protection under the Acts, there is no 
strategy in place to help minimize identity exposure or negative social impacts that may follow 
from social coping. The documents also lack the resources that should be made available to the 
victim to limit the victim from sharing details outside of the investigation, while still receiving 
the mental, financial, and emotional support that may be required post harassment.  
The exclusion of certain whistleblowers from protections is not the only way policies and 
guidelines are limiting the effectiveness and inclusion of whistleblower protections. A written 
sexual harassment policy must only be developed if the employer has more than twenty-five 
employees (WP 2010). There are no clearly stated reasons as to why this number of employees 
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was chosen. More vaguely, ER 2012 states that an employer, with no employee count 
clarification, will develop a sexual harassment committee. It will consist of representatives of 
management, employees, or union representatives. An employer-assigned chairperson will be 
amongst the four members of the committee, which presents several conflicts of interest. This 
approach is a stark comparison to a country with some of the best whistleblowing statistics, 
Norway, who requires not only a written sexual harassment policy, but a representative for any 
employer with ten or more employees (Skiveness & Trygstad, 2010). While there is not 
information accessible on the average number of employees at a Uganda health facility, there are 
about 12 doctors for every 100,000 people in Uganda, which includes doctors in hospitals (The 
World Bank, 2005). This could suggest that many regions will depend on smaller clinics, with 
fewer employees. If it is less than twenty-five in the facility, it will lack a mandatory sexual 
harassment written policy and protections. The evidence repeatedly shows that sexual harassment 
and retaliation practices cause victims to leave employment to escape the harassment. In an area 
where it is already difficult to attract and retain health workers, these clinics cannot afford to lose 
employees due to sexual harassment. Without this policy and protection being applicable to 
employers with fewer than twenty-five employees, the guideline is not protecting employees as 
much as it could and therefore, not retaining any many employees as it could. 
While a whistleblower who does not use the established whistleblowing procedure may not 
be eligible for protection under WP 2010 or PS 2005, neither state who else, besides the discloser, 
would be eligible for protection. ER 2012 is one of the more extensive legal documents that 
provides descriptions of and to whom protections will be granted. In its definition of 
whistleblowing and retaliation protection, it includes not only an employee or employer, but also 
any person who may be involved in a sexual harassment complaint. This includes anyone 
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consulting on or reporting a complaint, any testifying witness or person cooperating in the 
investigation, participants in meetings to discuss sexual harassment in the workplace, and sexual 
harassment committee. If implemented, this can help decrease the corruption of intimidation and 
coercion of complaint recipients, whether the SHFPP or another designated figure. The protection 
of involved parties can encourage bystanders to defend the whistleblower’s allegations.  
Health facilities can benefit from having clear chains of command to seek out information, 
connect with sexual harassment advocates like the SHFPP, and advise on laws which a victim 
may not be aware. If the policies and the reporting options are not publicized, it is not likely that 
the whistleblowing protections will be utilized by employees, due to lack of knowledge (See 
above Chapter 3: Whistleblowing Background). ER 2012 and PIGPR 2017 require a copy of 
the written policy to be given to the employees and to be expressed in a manner and language 
which employees can be expected to understand. This ensures that those of different literacies 
have access to the information, and if training and education are conducted on a regular basis as 
required by this act, they should also have access to this information regularly. The reporting, 
pursuing, and judging of harassers will also be affected by what personal perceptions of sexual 
harassment the victims, employers, and government officials may already have, in addition to 
being influenced by the varying definitions of sexual harassment. This can impact the consistency 
of prosecution and the development of standard policy and enforcement against sexual 
harassment in the workplace.  
 
Section 4.3: Sanctions 
Not every act of sexual harassment is the same. There are different kinds like quid pro quo, 
sextortion, and hostile work environment; with different impacts mentally, emotionally, 
financially, and socially. Likewise, there are different whistleblowing complaint options, informal 
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and formal; which will lead to different chains of commands such as representatives, committees, 
or national Ministries. From the various legal documents and guidelines, and the different judging 
entities, it is difficult to tell if all sexual harassment offenders will face the same sanctions and if 
there would be official guides to judging and sanctioning, past the committees’ individual 
instincts. Many of the policies and guidelines describe a committee, labor officer, a Responsible 
Officer recommending or advising on investigative decision and the sanctions, where and if it is 
appropriate. The potential subjectivity and lack of standardization across various regional or 
departmental investigative and judging forces could weaken the effectiveness of the 
whistleblowing system and the sexual harassment improvement efforts. There needs to be a 
consensus, and there is a foundation to build one. 
Already there is an agreement amongst the PIFRP 2017, PS 2005, and ER 2012 that there 
will be sanctions if there is retaliation against the whistleblower. The WP 2010 recognizes 
sanctionable actions as: disclosing the whistleblower’s identity or details of the disclosure, 
victimization or retaliation against a whistleblower, and failure to take action. If convicted, the 
defendant could be liable to imprisonment that does not exceed 5 years or a fine that does not 
exceed 120 currency points, which is about 2.4 million Uganda Shillings (almost 24,000 USD), 
or both. The sanction limitations are clear, but the range of a few months or a fine of some 
amount up to 5 years in prison is wide and not at all specified. This is recognized by Devine 
while rating the training and outreach of Uganda whistleblower legislations, which was 
categorized poorly as a 3 in its score (2016). A score of 3 in training and outreach denotes that in 
addition to managers and employees not receiving the training to be aware of the legislation, the 
judges experienced similar problems. The judges’ lack of initial training and the laws’ vagueness 
result in subjectivity and interpretation of laws and policies to prescribe a sanction. If the 
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sanctioning is subjective across regions, and judging entities, leads to inconsistent rulings. A 
whistleblower’s likelihood to report is based on having some confidence that the offense will be 
addressed, and the outcome will be fair. Inconsistent ruling can skew a victim’s perception of the 
justice that can be sought for impropriety.  
When the impropriety is specifically sexual harassment, the legislation’s description of 
sanctions and offenses are equally vague. There is an agreement across legal documents and 
guidelines that sexual harassers shall undergo an investigation and that all sanctions or remedies 
for sexual harassment will be prescribed under the “existing laws and policies” and the “civil or 
criminal laws” (PIGPR 2017; PS 2005). For example, PIGPR 2017 cites that the sanctions will be 
in accordance to policies such as ER 2012, PS 2005, or the Health Professional Council Codes of 
Conduct. While the Health Professional Council Codes of Conduct are not reviewed here, ER 
2012 and PS 2005 examine sexual harassment as sanctionable, there is redirection to “civil or 
criminal laws” or an undefined relationship between harassing behaviors and appropriate 
sanctions. Vagueness and lack of framework for sanction application in sexual harassment cases 
is of the same nature as the whistleblower protection sanctions. If the consequences reflect 
similarly to that seen from whistleblowing legislation and ruling inconsistencies, it is likely 
having the same if not more negative impact on a victim of sexual harassment’s perception of 
whistleblowing and the cost-benefit analysis of doing so. This is especially true when the 
sanctions for whistleblower protection policy violations are more severe than that for sexual 
harassment, even at the maximum sanction.  
In the case of PS 2005, which is not specialized for sexual harassment, it directs sexual 
harassment-related whistleblowing to whichever department of the government that investigates 
civil and criminal offenses. The department of the government that it refers to is not named. The 
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sanctions and remedies listed within the document are to address all types of impropriety across 
the Uganda Public Service. It states that depending on the offense, a warning or reprimand may 
be issued. Sanctions could also include suspension of increment, withholding or deferment of 
increment, surcharge or refund, making good on the loss or damage of public property/assets, 
interdiction from duty with half pay, reduction in rank, removal from the Public Service in public 
interest, or dismissal. Although PIGPR 2017 sanctions incorporates less severe sanctions such as 
verbal warnings and feedback or the victim obtaining a restraining no-contact order against the 
harasser, its listed sanctions can also affect a harasser’s employment. The suspensions of 
employment or ability to practice, demotion, and removal from the public health sector, transfer, 
or dismissal are more serious administrative sanctions. The harasser can also have marks made on 
his or her professional file, as well as a report for the reason of transfer, if the harasser was made 
to transfer. Most of the sanctions consist of financial reprimands, including job removal. There 
have been few-to-no studies that specifically examine if sanctions with financial consequences 
for the harasser prevent or reduce sexual harassment in the workplace. For more violent cases 
such as rape, defilement, indecent assault, molestation that cannot and should not be handled 
solely administratively, offenders will be referred to the criminal justice system (PIGPR, 2017). 
It is important to remember that sexual harassment is a systemic problem that is focused on 
exerting power and control over another human being. In the age of the #MeToo and 
#BalanceTonPorc movements, media story after media story report another covered up sexual 
harassment or sexual assault scandal. Financial sanctions are a start, but individuals with power 
and money already participate in a form of financial sanctions to pay whistleblowers off. More 
defined financial sanctions will ideally help decrease the lower level harassment from 
subordinates and colleagues. For sexual harassment to be addressed at a higher level of 
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management, more serious forms of sanctions are required. ER 2012 considers the need for 
further legal implications in addition to financial sanctions. It states under Part VIII-Offense and 
Penalties that anyone who commits and is convicted of an offense listed in the regulations will be 
liable to imprisonment that will not exceed three months or to pay a fine that will not exceed 6 
currency points, about 120,000 Uganda shillings (almost 1,200 USD), or both. The protection of 
the whistleblower’s confidentiality and safety from retaliation is irrefutably important; however, 
it is inconceivable not to notice the stark difference between sexual harassment and 
whistleblowing protection offenses. Sanctions can reach 2.4 million shillings and/or 5 years in 
prison for potentially disclosing the identity or content of a whistleblower compared to sanctions 
of 120,000 shillings and/or a few months in prison for sexual harassment. Sexual harassment in 
this regulation includes the extremities of quid pro quo, sextortion, and hostile work environment. 
When put next to each other in comparison, it sends a clear message to the sanction committee, 
the public, the employer, the harasser, and the sexual harassment victim how serious sexual 
harassment is viewed by government and how society should view it.  
 When PS 2005, ER 2012, PIGPR 2017, and even WP 2010, are reviewed they do not 
elaborate or specify on the association between the degree of the behavior and the degree of the 
sanction for sexual harassment in the workplace, they only describe the range of sanctions. For a 
country with such diversity amongst its 121 different districts, clarifications need to be made to 
definitions, sanctions, and degrees of impropriety for a clear message about sexual harassment 
and whistleblowing in the Uganda health sector. The cultural practices, social norms, and lack of 
clear guidelines can cause regional divides in sexual harassment and policy interpretation, which 
can foster varying sexual harassment tolerance and an inconsistency in enforcement and 
persecution. Perceived organizational tolerance for sexual harassment impacts how victims view 
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their situation and the options available to them. The policy writers and implementers of sexual 
harassment and whistleblowing policies have a lot of power over how an impropriety is viewed 
and what is acceptable as normal in a society. Sanctions will only be available if victims continue 
to identify sexual harassment in the workplace and believe in the system. Ideally with 
adjustments made to policies and applied practice, more sexual harassment victims will seek to 
blow the whistle on their harassers. 
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CHAPTER 5.  RECOMMENDATIONS 
Section 5.1: Expanded Policy Implications  
The experience of navigating the administrative process of reporting under the current 
policy structure places a high level of responsibility on the victim to share the details, provide 
proof, and risk his/her anonymity. This creates many opportunities for revictimization, victim-
blaming, and additional trauma to the victim of sexual harassment. It can increase the short-term 
and long-term negative health outcomes that a victim experiences as a result of the sexual 
harassment occurrence. It is important for Uganda to introduce more policy to reduce this burden 
and trauma on the victim. Within Uganda’s health sector alone, there are four different pathways 
a victim of sexual harassment could report depending on which guideline, regulation, or act is 
referenced. The Employment (Sexual Harassment) Regulations 2012, Sexual Harassment Act 
2006, Policy Implementation Guidelines on the Prevention and Response of Sexual Harassment 
in the Health Sector, and Code of Conduct and Ethics for Uganda Public Service have different 
assigned committees or departments that are responsible for judging the allegations brought 
forward by the sexual harassment victim.  
While these documents list possible sanctions, it is ultimately up to the sanctioning entity’s 
discretion, and bias, to decide the severity of consequences for the sexual harassment allegation 
brought forward. This not only makes the process of reporting sexual harassment complicated for 
the victim; it also weakens the policies’ enforcement and effectiveness. If there is not a 
designated equation between the severity of the harassment and the corresponding sanctions, it is 
likely that some cases will be judged harsher and others weaker.  This calls for policy 
introduction that regulates and defines sanctioning decisions. By having a rubric in place for all 
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sanctioning entities, it can deter bias, corruption, and help enforce the spirit of the guideline, acts, 
and regulations in place that are designed to protect against sexual harassment in the workplace. 
If efforts to establish this so-called rubric for sanctions are focused within the Uganda Ministry of 
Health, it can serve as a pilot program to indicate the possible success of such an approach in the 
national and even international level.  
While the goal will be to extend this amendment to policies across all sectors of 
employment, focusing on health will have the strongest immediate impact on the greater public. 
If the health work environment is improved, it is predictable that productivity, quality of work, 
and team collaboration will also improve. This can affect not only the lives and well-being of the 
health workforce but could also help improve the service and health status of thousands of 
individuals seeking healthcare in Uganda.  The introduction of stronger protective and no-contact 
orders for sexual harassment, that can and will be enforced, could be beneficial if law 
enforcement and judging entities successfully adopted sensitivity and equality trainings. In 
addition, there is a need for more options to be developed around anonymous reporting. Options 
that, while remaining anonymous, are effective in stopping the sexual harassment and/or resulting 
in disciplinary actions be taken against the harasser.  By diversifying and adding channels for the 
anonymous-reporting in both the informal and formal complaint processes, it could increase 
sexual harassment reporting rates because a victim would not have to meet face-to-face with the 
harasser, would not have to make a formal report to seek sanctions in order to have anonymity, 
and would reduce the risk of retaliation. 
There are some cases where informal complaints and the name of the harasser in those 
complaints will not be able to kept anonymous or sanctioned. An example of this would be 
extreme criminal offenses where law enforcement and the organization would have a 
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responsibility to take legal action. In such cases, a mandatory reporting clause should be 
developed and shared before the victim shares the details of the report. This is not to discourage 
or intimidate the victim into not making the report, but empowering him/her what information 
he/her decides to share in the report. This can include a victim specifically not mentioning the 
offender’s name for an extreme crime if the victim does not wish that person to be mandatorily 
prosecuted, which can be for a number of reasons. By introducing mandatory reporting clauses, it 
empowers the victim, allows him/her not to be blindsided by action, and takes a no tolerance 
approach to certain crimes. 
To decide whether or not to report, file anonymously or not, place a formal or informal 
complaint is intimidating to anyone, especially a victim. From the challenges presented in the 
literature, limited knowledge or awareness of the protective policies and procedures are large 
barriers to reporting. By providing gender-based violence advisors in the form of employee 
representatives, organizational department, or outside organizations, it can provide victims with 
the council that he/she needs to make informative decisions, safety-plan, and collect evidence in a 
way that will prepare him/her for any prosecution processes. They can also help the victim 
navigate the power-dynamic of sexual harassment in the workplace, whose offender is most 
likely to be a supervisor (Newman et al., 2015). Advisors provide important educational material 
for both the community and the victim, and resources to other potentially needed services such as 
counseling, sexually transmitted infection treatment, information around abortion for unwanted 
pregnancies, which can all occur from sexual harassment and sextortion in the workplace.  
However, despite how useful and essential this personnel is for victims of sexual 
harassment, Uganda currently only requires a SHFPP to be designated for 25 employees and 
higher (WP 2010). For smaller health clinics across the country, many will have fewer than 25 
56 
 
employees and will leave victims of sexual harassment vulnerable and without the appropriate 
support.  This approach is a stark comparison to a country with some of the best whistleblowing 
statistics, Norway, who requires not only a written sexual harassment policy, but a representative 
for any employer with 10 or more employees (Skiveness & Trygstad, 2010). Policy needs to be 
amended as to increase the number of health workplaces that require SHFPPs for their staff. The 
SHFPPs and those involved in the whistleblowing process should be screened, be from outside 
the organization or selected unbiasedly, and have a system of checks and balances. In the event 
that clinics do not qualify for a required SHFPP and for general accessibility, all documents and 
information surrounding the reporting-process needs to be presented in or offer an accessible 
language to the general public. This can be done through summaries of or an introduction of a 
user’s manual to break down the legal documents’ jargon and intimidating nature.  
However, for this initiative to be truly effective, definitions and procedures need to be 
standardized amongst policies. What is perceived to be or not be sexual harassment already varies 
widely depending on gender, culture, and understanding (Baugh, 1997). If definitions are not 
clear in legislation, it will be challenging to improve perceptions around gender equality and 
appropriate behavior. Based on the documents observed, “quid pro quo”, hostile work 
environment harassment, and whistleblowing protection have opportunities to standardize across 
policies and at the national level. Most listed suggest possible sanctions for sexual harassment 
including written or verbal warnings, a “stay away” letter, suspension of employment or practice, 
relocation or department transfer, and demotion (Newman et al., 2015). While these documents 
list possible sanctions, it is ultimately up to the sanctioning entity’s discretion, and bias, to decide 
the severity of consequences for the sexual harassment allegation brought forward. This not only 
makes the process of reporting sexual harassment complicated for the victim; it also weakens the 
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policies’ enforcement and effectiveness. As the documents are currently, they lack of clarity 
around sanctioning protocols. Employers and law enforcement may be more lenient with reports 
of sexual harassment and take hostile work environment less seriously without more defined 
sanctioning outlines. Judging entities may not have consistent sanctioning patterns, further 
impacting a victim's decision to whistleblow. Through improving the clarity of definitions, it will 
provide a stronger framework and solidarity for victims, employers, law enforcement and judging 
entities.  
Equally, the whistleblowing process needs to be broken down with more specific details 
about to whom the victim should report, whistleblowing options when the harasser is the 
supervisor or SHFPP, information on who is protected under the WP 2010 and other 
whistleblowing protections, crime prosecution, and how protections will be enforced. The 
WP2010 should specifically clarify the number of employees who will be responsible to 
nominate a sexual harassment committee. The committee itself is constructed of four employee 
representatives, including a chair-person assigned by the employer. It would help combat bias and 
create easier implementation of such a sexual harassment committee. This will help improve a 
victim or gender-based violence advisor’s understanding of their whistleblowing options and 
what options would meet their needs. In addition, health facilities can benefit from having clear 
chains of command to seek out information, connecting with sexual harassment advocates like 
the SHFPP, and receiving advice on laws which a victim may not be aware.  
This calls for policy introduction that regulates and defines sanctioning decisions. 
By  having a rubric in place for all sanctioning entities, it can deter bias, corruption, and help 
enforce the spirit of the guideline, acts, and regulations in place that are designed to protect 
against sexual harassment in the workplace. If efforts to establish this so-called rubric for 
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sanctions are focused within the Uganda Ministry of Health, it can serve as a pilot program to 
indicate the possible success of such an approach in the national and even international level. 
While the goal will to extend this amendment to policies across all sectors of employment, 
focusing on health will have the strongest immediate impact on the greater public. If the health 
work environment is improved, it is predictable that productivity, quality of work, and team 
collaboration will also improve. Therefore, adopting policy changes surrounding sexual 
harassment in the Uganda health workforce will not only ameliorate the lives and well-being of 
the health workforce, but it could also help improve the service and health status of thousands of 
individuals seeking healthcare in Uganda.   
 
Section 5.2: Table Summary of Policy Recommendations 
Type of 
Challenge 
Issue of Concern Recommendations 
Standardization Definitions Policies should clearly state what constitutes sexual 
harassment, including both quid pro quo and hostile 
work environment. 
  
Definitions across policies should be amended, or from 
here on out designed, in a way that promotes similar 
definitions, wording, and understanding around sexual 
harassment in the workplace. 
 
Sanctions Sanctions as they are defined in the policies now are 
extremely vulnerable to bias. A rubric or guideline 
should be developed in order map out what sanctions 
should be applied to what type of sexual harassment 
offense.  
  
Input from the community while designing this 
sanctioning rubric will be important to summarize what 
is considered an appropriate sanction for a certain 
sexual harassment offense. Input and agreement around 
the sanctioning guidelines will hopefully strengthen 
enforcement and victim support. 
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Sanctions, once standardized, should be made readily 
available and accessible to the public and health 
workplace professionals to promote standardized 
expectations in the community around sexual 
harassment in the workplace. 
 
Mandatory 
Reporting 
Mandatory reporting of certain criminal offenses should 
be outlined in the areas of for what, when, and by who 
would be responsible for mandatory reporting. 
  
A mandatory reporting clause should be constructed 
and introduced to those who will be required to report 
certain criminal offenses. Instruction on when and how 
to inform a victim of this clause and that is important 
should be stated clearly in detail. 
 
Measures to 
Prevent & 
Protocols to 
Respond 
Policies should state clearly and uniformly agree upon 
what measures will be taken to ensure protection and 
anonymity.  
  
Protocols in response to protection violation, including 
to whom a report should be made, violation, how, what 
will follow doing so should be developed. This will 
help reassure victims that they will receive the support 
that they need from retaliation. It will also warn 
harassers and/or places of employment that retaliation 
practices will not be tolerated. 
 
Chain of 
Command 
Identification & 
Pathway 
Policies should work to amend to or from here on out 
design to standardize the pathways of whistleblowing 
so the complaints are going to and judged in similar 
places by similar people in order to establish more 
cohesive complaint responses and sanctioning.  
  
Staff should be aware of who is the SHFPP if their 
workplace qualifies for one under the current 25 or 
more employee policy.  
  
A defined path of where to report when the immediate 
reporting option is not appropriate, such as when the 
harasser is the victim’s supervisor or is the SHFPP, is 
important to develop. This is because 1 in 3 Uganda 
health employees experienced harassment from a 
supervisor (Newman et al., 2015). 
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Protection Anonymous 
Reporting  
Stronger protection can be introduced through 
providing more anonymous reporting options. This can 
protect whistleblowers from retaliation practices. It can 
also help encourage reporting rates while public trust in 
the reporting and sanctioning system for sexual 
harassment is being built. 
  
Currently, reporting anonymously does not have much 
influence in stopping or prosecuting sexual harassment 
in either formal or informal processes. Efforts should be 
made to increase the complaint response options for 
those who wish to report anonymously. 
 
Whistleblowing 
Policies 
Whistleblowing protection policies should state who is 
and who can be protected. Example: if a victim 
whistleblows and the harasser have connections to 
influence family member’s career, can that family 
member be protected? If a bystander whistleblows, will 
the bystander and the victim be protected by 
whistleblowing protection policies? 
  
These policies should also include what will be 
prosecuted for violating. Example: Harasser discloses 
whistleblowers identity to the community. Is sharing 
personal details about the whistleblower protected 
against by whistleblowing protection policies, in what 
ways the protected person/people will be protected and 
by what measures? 
  
Policies need to do a better job of what measures will 
be taken to ensure protection. Example: Will identifying 
information be recorded under lock and key? Who will 
have access to complaint records, and under what 
circumstances? What will be done to prevent bribery of 
staff for that sensitive information access? How will the 
victim/whistleblower be compensated in the event of a 
confidentiality breach? 
 
No-contact & 
protection orders 
No-contact orders need to be introduced as an option 
for sexual harassment victims that do and do not want 
to file a formal complaint or seek sanctioning.  
  
The Uganda Ministry of Health and sanctioning entities 
must construct alternative work arrangements to 
accommodate no-contact orders in the workplace. 
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No-contact orders must be able to be applied to friends 
and family members and in and outside of the 
workplace. This will help limit indirect harassment 
and/or indirect retaliation practices. 
  
No-contact orders must be enforceable by law. With 
protocols in place for how employers, law enforcement, 
and judging entities are to respond to its violation. 
Support Gender-based 
violence advisors 
& SHFPP 
There needs to be an expansion in the required number 
of SHFPPs. Currently, only workplaces with 25 or more 
employees are required to have a SHFPP. To better 
support smaller health clinics and facilities, this should 
be expanded to Norway’s model of a required SHFPP 
for all workplaces with 10 or more employees. 
  
A SHFPP must be able to assist with: 
• Decision making 
• Safety planning 
• Evidence collection/prosecution preparedness 
• Navigating power-dynamic of sexual 
harassment in workplace 
• Providing educational materials and referrals 
 
Training SHFPP should be trained or specific gender-based 
violence advisors should be introduced to provide 
trauma-informed support and assistance. 
  
Those in the sexual harassment whistleblowing chain of 
command must be competent in the policies, protocols, 
and sensitivities of the topic area. 
  
Sensitivity and equality trainings should be required for 
all judging entities, higher ranking law enforcement, 
and even health center directors. 
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APPENDIX: WHEELS & MODELS 
 
Figure 1 - The Duluth Power and Control Wheel 
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Figure 2 - The Family Violence Prevention Fund Adapted Power & Control Wheel 
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Figure 3 - The Social Information Processing (SIP) Model   Gundlach et al. 2003 
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Figure 4 - Model of Responses to Whistleblowing    McLain & Keenan 1992 
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Figure 5 - Miceli et al. Whistleblowing Model      Miceli et al. 2008, cited & adapted by Geng 2017 
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Figure 6 - IntraHealth International Whistleblowing Model: Sexual Harassment in Uganda’s 
Health Workforce, 2018 (Based on PIGPR 2017 Reporting Mechanism)  
Developed by Summer Fellow, Erica Brierley 
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